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Abstract 
 
Objectives – This study aims to explore the cross cultural leadership style adjustments of the 
Chinese expatriate managers who work in Indonesia, specifically in Jakarta. This includes 
exploring how the Chinese expatriates adjust their leadership style in Indonesian context by finding 
out their strategies, adjustment process and the reason why they chose to make changes on their 
leadership style. This research also explored the leadership approaches that the Chinese expatriates 
use to manage the Indonesian staffs in contrast to their home country staffs. Moreover, this 
research aimed to provide knowledge and experience of managing Indonesian employees to future 
Chinese expatriate managers and contribute to future research around similar topic.   
 
Method – This research uses qualitative method with exploratory research design with abductive 
research approach. The time horizon of this research is cross-sectional study due to the limited 
timeline for this research. Non-probability sampling method is used in this research which allowed 
the researcher to use her judgement when selecting the right respondents that fits the research 
objectives. The data collection method used is a semi-structured interview conducted face-to-face 
and the data collected are analyzed through thematic data analysis. 
 
Result – The result shows that there are some changes made in the leadership style of the Chinese 
expatriate managers when managing Indonesian employees due to the problem arising from the 
cultural challenges that they faced during their adaptation process in Indonesian context.  
 
Conclusions – Cultural adeptness is needed for an individual to adapt to a new cultural 
environment. Being culturally adept is also needed when adjusting one’s leadership style in 
another cultural context as differences in culture could have an effect towards one’s attitudes 
towards work. By being aware towards the cultural differences and the differences in the working 
attitudes, it can help the Chinese expatriate managers to adjust their leadership style better when 
managing Indonesian employees.  
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I. INTRODUCTION 
 
 
1.1 Research Background 
 
 There are more and more businesses around the world that are expanding and operating 
internationally especially in big countries under several reasons such as new markets, foreign 
investment opportunities, competitive advantage and many more (Rossum, 2017). An example of 
a big country that can be a potential country to expand one’s business is Indonesia as it ranked as 
the world’s 16th largest economy in terms of Gross Domestic Product (GDP) in the year 2017 with 
a total GDP of 1,016 trillion USD and a GDP growth up to 5.2% (World Bank, 2018). In Southeast 
Asia region itself, Indonesia is currently the region’s country that has the largest economy (World 
Bank, 2019). Foreign Direct Investment (FDI) in Indonesia has been strongly encouraged by the 
president of Indonesia, Joko Widodo, as it helped in creating more employment opportunities for 
Indonesia’s local population (Indonesia-investments, 2018).  
  
 These are the top 5 countries that have been big contributors to Indonesia’s FDI in the year 
2018 (BKPM, 2019): Singapore (9.2 billion USD), Japan (4.9 billion USD), China (2.4 billion 
USD), Hong Kong (2 billion USD), and Malaysia (1.8 billion USD). Besides investments, another 
way that these countries have contributed to Indonesia’s economy is by sending expatriates to 
Indonesia. According to the data collected by the Manpower Ministry in the year 2017, there are 
around 85,947 expatriates recorded working in Indonesia and they have contributed to the 
following economy sectors: services (52,633 workers), industry (30,625 workers) and Agriculture 
(2,716 workers) (Manpower Ministry, 2017 as cited in Indonesia-Investments, 2018). Moreover, 
the top three positions that they work as are (Manpower Ministry, 2017 in Indonesia-investments, 
2018): professional (23,869 workers), Director (15,596 workers) and manager (20,099 workers). 
 
 Although China is only the third biggest contributor to Indonesia’s FDI, the Chinese 
expatriates sent to work here actually made up the biggest expatriate group in Indonesia. There are 
24,804 Chinese expatriates who have been recorded working in Indonesia in the year 2017 
(Indonesia-investments, 2018). Moreover, this contribution has also resulted in a positive impact 
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towards Indonesia as it created new opportunities for employment in Indonesia in the year 2016. 
There are around 975,898 positions that were opened in which 957,932 positions were filled by 
Indonesian local workers (Indonesia-investments, 2016). 
 
1.2 Problem Statement 
 Working in a new environment can be quite a challenge for expatriates to cope with as 
there will be challenges that they need to face as they adjust to the new environment. 
Organizational culture and their chosen leadership style tend to be a problem for their adjustment 
in the international subsidiary company they are appointed to work for because they are working 
in a new environment and are managing workers from different cultural background. It is important 
for them to learn and adapt to the subsidiary company’s culture in order to become a good leader. 
Moreover, they need to be prepared in terms of cross-cultural adaptation and leadership style 
adjustments in order to successfully adapt to the new working environment. There has been several 
previous studies conducted about the cross-cultural leadership adaptation of expatriate managers 
as the topic (Mazrouei & Pech, 2015; Serrano, 2015; Eisenberg, Pieczonka, Eisenring & Mironski, 
2015; Lin, 2016; Wang, Fan, Freeman & Zhu, 2017; Jingjing, Costa, Neves, 2015). However, most 
of the studies done have been around the developed countries such as: Netherlands, Poland and 
Portugal. There are less studies done on developing countries which is the reason why this study 
is about the expatriate managers that resides in one of the developing countries which is Indonesia. 
Moreover, Chinese expatriates are the main focus in this study because it formed the biggest group 
of expatriate workers in Indonesia even though China is only the third biggest foreign investor in 
Indonesia (Indonesia-investments, 2018). In addition, this study also focused on the capital city of 
Indonesia which is Jakarta as InterNations (n.d) reported that Jakarta is one of the city in Indonesia 
where the Chinese expatriates are residing. 
 
1.3 Scope of Research 
 
 This research involves Chinese expatriates who have worked in multinational companies 
in Jakarta for a minimum of one year. The expatriates can be both male and female but they have 
to be at least working in the managerial level and have to manage at least 5 local staffs 
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(Indonesians). This research uses qualitative method where face-to-face semi-structured 
interviews are conducted to collect the data. 
 
1.4 Aims and Benefits 
 
The aims of this research are as follows:  
1. To explore Chinese expatriates’ adjustment in leadership style in Indonesia. 
2. To explore the leadership approaches that the Chinese expatriates use to manage 
Indonesian staffs in contrast to their home country staffs.  
 
This research can also be beneficial for future Chinese expatriate managers coming to work in 
Indonesia as it can help them to prepare on how they can manage the Indonesian workers 
effectively by providing the knowledge and experiences from the current Chinese expatriates who 
are working in Indonesia. Moreover, it can also contribute to future research conducted by other 
people in similar topic as it can provide additional information and knowledge.  
 
 
II. LITERATURE REVIEW 
 
2.1 Leadership Styles 
Leadership style is important for a leader because there are 3 roles that they have to take 
on which are: a father (wise), mother (receive aspirations) as well as a friend (open towards 
discussions or tolerance) (Darwis, 2004 in Suryani, 2014). A leader’s leadership style is mainly 
influenced by their cultural background or their behavior which is why different leaders have 
different leadership styles (Nanjundeswaras & Swamy, 2014). A past study conducted by Shyanka, 
Abeysekera & Pushpa (2014) by sending out 60 questionnaires to 10 MNCs in Sri Lanka 
concluded that leaders in MNCs need to have consistency, passion as well as fairness in what they 
do. Moreover, they also need to acknowledge that they will make mistakes at some point and 
learning from those mistakes and moving on is important. 
 
  
 7 
There are 4 general leadership styles that are commonly used (Godwin, 2017) which are: 
 
1. Participative (democratic): leaders tend to involve their subordinates during decision-
making process but they will still be the one making the final decisions.  
 
2. Authoritarian (autocratic): leaders tend to directly tell their subordinates what task they 
need to do and how to do the task, they do not feel the need to seek for advice from other 
people.  
 
3. Delegative (laissez-fair): leaders tend to allow their subordinates to make the decisions, 
however, the decisions made are still under the responsibility of the leader.  
 
4. Situational: leaders tend to be able to adapt and flexibly use all the other 3 leadership 
styles and use it during the right time.  
 
 Different organizations have different organizational culture which is the reason why one’s 
leadership style need to be adjusted based on that culture (Aydin, 2018). Therefore, understanding 
the host country’s national, organizational and professional cultures is important in determining 
which leadership style that is needed at the right time.  
 
2.2 Cross-cultural Leadership 
 Cross-cultural leadership has been defined as the understanding of how people from 
different cultures can interact effectively and efficiently with each other. (Abbey et al., 2007 in 
Bhargavi & Omar, 2016). This leadership provides an insight on how to understand leaders who 
have to lead people from different cultural backgrounds. However, Bauer (n.d) argued that even if 
a leader has a good cultural values, practices and norms, it does not mean that cross-cultural 
leadership is not challenging. Cross-cultural leaders will most likely face challenges such as: 
defining the right organizational goals and understanding how they have to deal with their 
subordinates. The result from the study conducted by Bhargavi and Omar (2016) through 45 
questionnaires targeting leaders in the United Arab Emirates (UAE) working in a bank showed 
that being open-minded, culturally aware and knowledgeable when leading people from different 
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cultural backgrounds are something that a cross-cultural leader should take into consideration in 
order to be successful in cross-cultural leadership adjustment. Thus, this shows that culture has a 
significant effect towards one’s leadership which is why cross-cultural leaders need to take cultural 
differences into consideration.  
Geert Hofstede (2001) conducted a study on the cultural differences of 76 countries and has 
developed 6 cultural dimensions that supports the discussion of the cultural differences which are 
(Agodzo, 2014): power distance index (PDI), uncertainty avoidance index (UAI), individualism 
vs collectivism (IDV), masculinity vs femininity (MAS), long-term vs short-term orientation 
(LTO) and indulgence vs restraint (IND). The figure below will show the scores for each cultural 
dimensions for Indonesia and China (Hofstede Insights, 2019):  
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2.1 Hofstede Dimension of Culture Score of China and Indonesia 
 
 
2.2.1 Cross-cultural Leadership Style Adjustments 
 Culture has a significant affect towards one’s leadership styles and there are different 
cultures in different countries that needs to be take into consideration when choosing a suitable 
leadership style. Therefore, leadership style adjustments is needed for an expatriate manager in 
order to lead the local subordinates effectively. A previous study conducted by Schonfeldt (2011) 
by interviewing seven Swedish expatriates working in Paris, France confirmed that expatriates do 
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undergo a leadership style adjustments when working in other countries. The result of the interview 
showed that the Swedish expatriates changed their leadership style from democratic to directive 
because the French subordinates expect that the leaders will directly make the decisions by 
themselves and tell the subordinates what to do. Thus, understanding the host country’s culture is 
helpful in adjusting one’s leadership style.  
 
 Moreover, a previous study conducted by Black (1988) mentioned that cross-cultural 
leadership style adjustments or work role transitions could happen to expatriates during their 
adaptation process. This study also proposed four modes of adjustment that are usually used during 
work role transitions. The first one is replication, people who use this mode of adjustment tend to 
make only a few changes in their behavior or personality and their role to adapt to their new role. 
The second one is absorption, people who use this mode of adjustment tend to modify their 
behavior or personality to adjust to their new role requirements instead of modifying their role. 
The third one is determination, this adjustment mode represents “instances in which the 
incumbent’s adjustment to the demands of the role transition leaves the person relatively 
unaffected but alters the new role” (Black, 1988, p. 279). The fourth one is exploration, people 
who use this mode of adjustment tend to make adjustments in both their behavior or personality 
and their new role.  
  
 A previous study conducted by Alhamad et al. (2015) also suggested that a leader needs to 
have an ‘authentic’ leadership behavior in order to successfully adjust their leadership styles in the 
host country context. Authentic leadership means that the leaders need to know their values to 
develop their own leadership styles which is consistent with their character or personality 
(Makhmoor, 2018). 
 
There are 4 elements that a leader needs to consider in order to be ‘authentic’ (Furmancyzk, 
2010) which are: 
 
1. Transparency: leaders need to build a positive relation with their followers where there is 
a high level of trust and openness.  
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2. Self-awareness: “a process where one continually comes to understand his or her unique 
talents, strengths, sense of purpose, core values, beliefs and desires”  
3. Ethical or moral: an authentic leader need to act in accordance to their core values and 
needs instead of to avoid punishments, receive rewards and to please others.   
4. Balanced processing: authentic leaders need to be open and accepting towards feedbacks 
and others’ opinions.  
 
 There has been lack of studies of leadership style adjustments of Chinese expatriates 
working in MNCs in Indonesia, specifically in the Jakarta area. Thus, this qualitative research 
aimed to explore more on this topic and fill out the lack of research in the Jakarta area in relation 
to Li Lin (2016)’s study about leadership styles of the Chinese expatriates in the Netherland. 
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III. RESEARCH METHODOLOGY 
 
3.1 Research Design 
 This research uses a qualitative research method in accordance to the previous qualitative 
research journals that the researcher used as a reference to conduct this research (e.g. Mazrouei & 
Pech, 2015; Serrano, 2015; Eisenberg, Pieczonka, Eisenring & Mironski, 2015; Lin, 2016; Wang, 
Fan, Freeman & Zhu, 2017; Jingjing, Costa, Neves, 2015). The research approach used an 
abductive approach which is a mixture of inductive and deductive approach (Awuzie & 
McDermott, 2017). Cross-sectional time horizon has been chosen due to the limited timeline for 
this research. Moreover, a non-probability sampling method with purposive or judgmental 
sampling technique is used in this research because it allowed the researcher to use her judgement 
when selecting the right respondent criteria (Saunders, Lewis & Thornhill, 2009).  
 
3.2 Participants 
 The sample criteria for the Chinese expatriates is that they have to be Chinese expatriate 
managers who are currently working in a multinational company in Jakarta. They can be both 
female or male and they have to work in Jakarta for a minimum of one year in the managerial 
level, managing at least five local staffs (Indonesians). While the sample criteria for the Indonesian 
managers and employees is that they are currently working in the same company with the Chinese 
expatriate managers for a minimum of one year and they have to be those who often interacts 
directly or indirectly with them so the researcher can explore their experience working with the 
Chinese expatriate managers.  
 
 There are 15 respondents in total who participated in the data collection process and all of 
them work under the same Chinese multinational company in Jakarta which was first established 
in the year 1961 in Taiwan before expanding their business across multiple countries such as 
Indonesia, China, Cambodia and Vietnam. This company has been operating for 55 years and the 
very first country where they opened their first branch is Indonesia, specifically in Jakarta, in the 
year 1993. There are three factories There are three factory buildings that were built in Jakarta 
branch. After establishing three factories in Jakarta, PT. Tainan Enterprises decided to open 
another two factories in Center Java, Indonesia. Specifically, it is located in Karanganyar and 
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Boyolali. These factories were first operated in the year 2013. As for the industry, this company 
engaged in the field of garment industry and has been producing different kinds of garments such 
as: pants, skirts, shorts as well as denims by using variety of fabrics. Moreover, this company has 
over 3,000 workers who are currently working in the Jakarta branch.   
 
 Table 3.1 below will show the information of the respondents who participates in the data 
collection process.   
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Table 3.1 List of Respondents 
 
Respondents  Average length of service in the company 
6 out of 8 Chinese expatriate managers are 
selected to be the respondents. The 6 selected 
Chinese expatriate managers consist of 3 
Chinese who speak English and 3 who do not 
speak English.   
1 to 8 years 
3 out of 7 Indonesian managers who often 
interacts with the Chinese managers are 
selected to be the respondents.  
2 to 20 years 
6 Indonesian employees who work and 
interacts directly or indirectly with the Chinese 
managers are selected to be the respondents.  
 
2 to 24 years 
 
 
3.3 Data Collection Method 
 The method chosen to collect data for this research is semi-structured interview with open 
questions. This type of interview has a list of questions to be covered during the data collection 
but the order of questions can be varied depending on the flow of the conversation and there could 
be additional questions that are not in the list to gain more details (Saunders, Lewis & Thornhill, 
2009). The semi-structured interviews are conducted offline through a face-to-face interview to 
maximize the connection and interactions between the researcher and the respondents.  
 
3.4 Data Analysis Method 
  
 In analyzing the data, thematic data analysis was used. This type of data analysis method 
supports a qualitative research because it allows the researcher to analyze classifications and 
present the themes or patterns that are relevant to the data. Moreover, it also gives opportunity for 
the researcher to gain a more detailed and diverse information as well as understand the problem 
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better (Alhojailan & Ibrahim, 2012). The thematic data analysis consists of six phases: 
familiarizing yourself with the data, generating initial codes, searching for themes, reviewing 
themes, defining and naming themes, and producing the report (Braun & Clarke, 2006).  
 
IV. RESULTS AND DISCUSSIONS 
 
 Culture seems to relate to one’s leadership style. In order for the Chinese managers to 
successfully adjust their leadership to Indonesian context, they have to understand the cultural 
differences between them and the Indonesian people first. Challenges may arise during the 
adaptation process but it is considered as a part of adapting to a different culture. It is needed for 
them to develop strategies and sometimes, make necessary changes in themselves and their 
leadership styles in order to successfully adjust to Indonesian context and enable them to lead the 
Indonesian employees effectively. 
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4.1 Change of Leadership Style 
 The adaptation process have lead the Chinese managers to make changes in their leadership 
styles as a result of being culturally adept. They are aware of the cultural differences between them 
and the Indonesians and they are willing to make changes in order to manage the Indonesians 
better. Change of leadership style seems to be a normal thing as another previous study conducted 
by Black (1988) suggested that work role transitions or adjustments could happen to expatriates 
during their adaptation process. Similar case have also been found in the previous study conducted 
by Schonfeldt (2011) where Swedish expatriates had to change their leadership style from 
democratic to autocratic when working in France because the French subordinates expect them to 
directly make the decisions and tell them what do.  
 
 The cultural differences between the Chinese and Indonesian culture are the factors that 
lead to the change of leadership style of the Chinese managers as some of the cultural differences 
became a problem for them. For example, one of the Chinese managers had to change his 
leadership style from democratic to autocratic due to language difference. Since the basis of 
democratic leadership style is having discussions, he is unable to conduct too many discussions 
with the Indonesian employees because of the communication difficulty. It also seemed like most 
of the Chinese expatriates came to Indonesia without enough preparation in learning Indonesian 
language. For example, Mr. Chung said that he needs to learn Bahasa Indonesia very hard because 
he could not understand what the Indonesian people are talking about when he joined any meeting. 
Their communications with the Indonesians are limited to body language or using a translator only 
which could be a hassle as the conversations are prolonged because whatever the Chinese 
managers said has to be translated through the translator first. There are some Chinese managers 
who are able to speak English but that does not totally ensure that they can communicate 
effectively because some of the Indonesian employees are unable to speak English which can lead 
to misunderstandings between them.  
Non-verbal communication can also create misunderstanding. As mentioned by one of the 
Indonesian employees, Chinese managers tend to speak in a higher tone which could give the 
wrong impression towards the Indonesian employees where they think that the Chinese managers 
are scolding them even though the Chinese managers do not mean it that way. Similar case of 
communication difficulties have also been found in the previous study conducted by AlMazrouei 
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and Pech (2013) where expatriates in the UAE faced similar difficulties when dealing with the 
local employees directly due to their lack of knowledge towards the locals’ language which is 
Arabic language. Moreover, the study showed that learning language can be difficult because the 
expatriates need to learn some local expressions as well and understand some basic vocabularies, 
greetings and salutations. The ability to understand of speak the local language can be an advantage 
for the Chinese managers to help them accomplish the objectives of their roles.  
Therefore, the Chinese managers have applied several strategies to help them learn Bahasa 
Indonesia for example, asking the Indonesians to help them translate some Indonesian words and 
they would take notes of every new Indonesian word that they learn along with the meanings. 
These strategies have helped them communicate better now with the Indonesians because the 
Chinese managers claimed that they are able to understand the basic vocabularies of Indonesian 
language which is confirmed by the Indonesian employees.  
 
 Another cultural difference that the Chinese managers experienced is regarding the 
influence of Islam in Indonesians’ life as Indonesians are mostly dominated by the Islam religion. 
They find this surprising and weird when they first work in Indonesia because it is something that 
is totally new to them. For example, Muslims have an obligation to pray five times a day while the 
Chinese people do not need to do that as they can pray whenever they want and wherever they 
want. Moreover, Ms. Meilin think that they really abide Allah so much, they are not allowed to eat 
pork and they consider dogs as a bad thing. As mentioned in the previous study conducted by 
Black (1988), this is a result of the first phase of the adjustment to a new culture which is also 
known as the ‘honeymoon stage’ where culture shock often occurred. They also feel disturbed by 
this because most of the Indonesians have to go to pray during their working hour which became 
a problem for the them as they think that the Indonesians are wasting a lot of their working time 
and they are often not in the office when the Chinese managers had to check something regarding 
work with them. For example, Ms. Meilin mentioned this as a problem when she first worked here 
as she had to keep on looking for her employees and when she asked them to do something, they 
would say “ah saya sholat dulu” [“I will go to pray first”] instead of doing their work directly.  
Similar problems regarding the influence of Islam religion can also be found in the United 
Arab Emirates (UAE) context as both countries are dominated by Muslims. The previous study 
conducted by AlMazrouei and Pech (2013) discovered that the people in UAE tend to avoid giving 
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direct answers as to when they will finish the task given or whether it will be finished or not. They 
would just reply with the term “Inshalla” which means that the tasks given to them will be 
completed only if the circumstances allow them to. Moreover, it also means that they are showing 
their unwillingness to finish their tasks within a certain time frame. Although the Muslim culture 
has been a major culture shock, no changes in their leadership has been made because of this 
culture. However, in accordance to the exploration mode of adjustment proposed in the previous 
study conducted by Black (1988), the Chinese managers made changes in themselves in order to 
respect this culture by starting to understand and accept that this is their religious practice and they 
have also known the time when the Indonesians had to leave to pray. Hence, they allow the 
Indonesians to take several breaks in a day to pray.  
 
Besides language difference and the Muslim culture, Chinese managers also experienced 
cultural differences in terms of behavior towards time and work which resulted in them changing 
their leadership style to be more patience towards the Indonesians. This is mainly caused by the 
behavior towards time that is shared among the majority of the Chinese managers where they really 
value their time and they tend to want to maximize their time. For example, one of the Indonesian 
employee (Mrs. Novi) said that they often arrive at work 30 minutes earlier and they start working 
directly which is in contrast to the Indonesian employees who usually come at least 15 minutes 
earlier or less and they would not directly start working. They also tend to do their work quickly 
and when they give instruction to their employees, they want them to do the work and finish it 
quickly. Moreover, most the Indonesian employees also mentioned that the Chinese managers 
have low tolerance towards late submission of their work. For example, if they are required to 
submit it at 9 o’clock, then they need to submit it exactly at 9 o’clock.  
 It is known that most Chinese managers tend to have the same behavior towards time as 
similar case have been found in the previous study conducted by Lin (2016) where Chinese 
expatriates working in Netherlands have the tendency to make decisions quickly and expect them 
to be executed quickly while the Dutch employees want them to explain how and why the decisions 
were made first which is considered as time consuming by the Chinese expatriates. This behavior 
towards time shows that the Chinese mangers’ actions are restrained by their social norm which 
according to one of them, they are taught since childhood to be responsible with whatever work 
they are doing and they have to do it and finish it quickly. However, this became a problem for 
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them because Indonesians are naturally slower and more relaxed when it comes to doing their job, 
they could take longer time to finish their work and sometimes they might not finish their work in 
accordance to the deadline. For example, Mrs. Fenfang mentioned that it tend to be hard for the 
Indonesians to do their work quickly and finish everything.  
 Chinese managers also tend to have a perfectionist behavior towards work where they want 
their employees to do something exactly like how they want it without making mistakes. However, 
they mentioned that the Indonesian employees tend to do their work differently from what has 
been told which does not meet their expectation. For example if they are told to do X, sometimes 
they will do Y instead. Furthermore, the Indonesian employees tend to forget what has been told 
as well which lead to them making mistakes in their work. For example, Ms. Meilin said that 
Indonesian had to work step by step and keep on being reminded to achieve what she wants which 
is the opposite from Chinese employees where she did not need to keep on repeating herself. The 
Chinese managers are not the only one think this way, the Indonesian managers also have similar 
perceptions towards the working attitude of Indonesians. For example, Mr. Agung agreed that 
Indonesians need to be constantly monitored because their weakness is that they will work slower 
and not on time which lead to them not achieving the company’s target. Moreover, Mr. Bayu also 
said that most of the instruction he gave to the Indonesian employees sometimes have gone “in 
one ear and out the other”.  
Thus, to solve this problem, the Chinese managers would remind the Indonesian employees 
repeatedly regarding the work they assigned, they also asked them to do everything step by step 
and they would double check it every time to prevent the employees from forgetting something or 
making mistakes. Whereas other Chinese managers gave rewards to their employees, like inviting 
them to eat together or buy them foods or snacks to those who did good in their job. In accordance 
to the absorption mode of adjustment proposed in the previous study conducted by Black (1988), 
the Chinese managers modified their behavior or attitudes to fit their role as a manager in here by 
not blaming and pushing them too hard because as what Ms. Meilin have said, they are easy to be 
heartbroken. They consider this a more effective way to manage the Indonesian employees because 
if they pushed them too hard, it will only make the Indonesians dislike them instead of working 
harder to meet their expectations.  
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 Most of the Chinese managers also tend to prioritize work over everything else including 
their leisure time or family time which is in contrast with the Indonesians where where family is 
always number one. Although this is not a big problem for the Chinese managers as they mentioned 
that they understood the life priority differences between them, it is still important for them to be 
aware about this culture differences because there might be several times that the Indonesian 
employees would have to choose their family over work. Moreover, most of Indonesian people are 
influenced by the dominant ethnic group in Indonesia which is Javanese. In Javanese society, 
leaders should follow the culture of ‘bapakism’ or ‘father-ism’ (Mangundjaya, 2013) where they 
should act as a father figure towards their employees who cares about them like a family without 
reducing the authoritarian behavior of the leaders. This culture enables the Indonesians to work 
together in harmony where employees are treated like a family by the managers and they are also 
able to apply their culture of ‘gotong royong’ in the working environment. Chinese managers 
should be aware of this culture and be ready to follow it by being a caring father figure at work 
could help them gain the Indonesian employees’ heart which could make it easier for them to 
manage the employees if the employees like them and look up towards them. This cultural 
difference does not result in a change of leadership but having a good relationship with the 
Indonesian employees can help the Chinese managers manage them better.  
  
 Hence, having leadership skills is not the only thing needed to be successful in adapting to 
another cultural environment. The Chinese managers need to be culturally adept as it is important 
to help them adapt easier to Indonesian context. If an individual is not culturally aware, the cultural 
differences faced could become a problem which makes it harder to adapt to a new cultural 
environment. A previous study conducted by Bhargavi and Omar (2016) suggested that in order 
for expatriate managers to be successful in cross-cultural leadership adjustment, they need to have 
cultural adeptness such as being open-minded, culturally aware and knowledgeable when leading 
people from different cultural backgrounds. 
  
 
V. CONCLUSION 
 
1. How Chinese expatriates adjust their leadership style in Indonesian context?  
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(a) What are their strategies?  
 In order to prevent the Indonesian employees from making mistakes or forgetting their 
work, most of the Chinese managers had to keep on reminding them repeatedly and some even 
told their employees to do their work step by step and the Chinese managers made a record to track 
and control the progress of the employees. Moreover, to prevent the Indonesian employees 
disliking them, they chose to be patience towards the Indonesians by not pushing them too hard 
and being too serious because they believe that if the Indonesians dislike them, they will not do 
what you want happily even though their instructions are correct. There are also some Chinese 
managers who gave rewards to the Indonesian employees if they did good in their work as a 
strategy to gain their heart. Rewards are given in the form of inviting them to eat together and 
buying them foods or snacks. 
 
(a) What kind of adjustment process did they go through? 
 The Chinese managers had to go through several cultural challenges when they manage the 
Indonesian employees. The first one is language differences that makes it difficult for them to 
communicate with the Indonesian employees, disabling them from having many discussions 
together. The Chinese managers had to use body language, google translate and a translator to be 
able to communicate with the Indonesian employees at first and they had to learn Bahasa Indonesia 
by hard as well. The second one is adjusting to the Muslim culture in Indonesia where it is quite a 
surprise for them that Indonesian people had to follow their obligation to pray five times a day. 
Although they think that this obligation is wasting the employees’ working time, they still need to 
understand and adapt to this culture in order to help them manage the Indonesian employees better. 
The third one is the differences in attitudes towards work. While the Chinese managers are used 
to doing everything quickly, finish everything on time and avoid making mistakes in their work, 
they had to adjust this working attitude because the Indonesians are usually unable to work in a 
fast speed and submit their work accordingly to the deadline given. The Indonesian employees 
often forget what has been told as well which lead to them not doing their work like how the 
Chinese managers told them to. Moreover, family is number one for the Indonesians which is in 
contrast to the Chinese managers because they prioritize work over anything else. Hence, they 
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need to adapt to this culture as well because it is expected from the Indonesian employees that 
sometimes, they will choose to take care of their family over doing their work. 
 
(b) What makes them change their leadership style?  
 The Chinese managers had to change their leadership style due language and attitude 
towards work differences. One of the Chinese manager had to change his leadership style from 
democratic to autocratic because he had communications difficulties due to not understanding 
much Indonesian language and most of his employees cannot speak English well which makes it 
difficult for him to have discussions with the Indonesian employees. Other Chinese managers had 
to change their leadership approach due to the differences in their attitudes towards time and work 
with the Indonesian employees. They had to be more patience and less serious now when managing 
the Indonesian employees. Also, they cannot always blame and push the Indonesian employees to 
do their work in a fast speed and finish everything perfectly because according to them, it is not 
very effective and the Indonesians are easy to be heartbroken.  
 
2. What are the leadership approaches that the Chinese expatriate managers use to 
manage the Indonesian staffs in contrast to their home country staffs? 
 Back in their home country, the Chinese managers tend to be more perfectionist when it 
comes to work. They want their employees to do their work without making too much mistakes. 
Moreover, they also value their time so they tend to maximize it for example, they have a low 
tolerance towards lateness and they want their employees to submit their work on time in 
accordance to the deadline that they established. They also want their employees to do and finish 
their work in a fast speed. While the Chinese employees have no problem following the Chinese 
managers’ leadership approach, the Indonesian employees on the other hand are having difficulties 
following this leadership approach because they are naturally slower and more relaxed when it 
comes to doing their work. Thus, the Chinese managers had to be more patience and they had to 
keep on reminding their employees repeatedly to prevent them from forgetting or making mistakes. 
Some Chinese managers also used the approach of making a list of tables to record the Indonesian 
employees’ progress in their work which enables them to keep track and control the Indonesians. 
Moreover, the Chinese managers had to allow the Indonesian employees to take several breaks 
during the day for them to go to pray. 
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